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Are There Teacher Shortages? 
 
Nationwide Teacher Shortages 
 
The impact of teacher shortages is being felt around the nation. The latest data shows that 73.7% 
of public schools in the U.S. had teaching vacancies for the 2003-04 school year. Of these almost 
65,000 vacancies, most were filled by the hiring of fully qualified teachers while other vacancies 
were covered through the hiring of less than fully qualified teachers, the cancellation or 
expansion of classes, and the use of substitutes. Of the schools with vacancies, general 
elementary school teachers were the most sought after in all public schools, as shown in Table 1. 
In fact, 86.2% of schools with vacancies had general elementary school teacher vacancies. The 
second most sought after position for the 2003-04 school year was special education teachers, 
especially in the public schools that had student enrollment over 1,000.  
 
General 
Elementary
Special 
Education
English/ 
language 
arts
Social 
Studies
Computer 
Science Math
Biology or 
Life 
Sciences
Physical 
Sciences
English as 
a Second 
Language
Foreign 
Languages
Music or 
Art
Vocational 
or 
Technical 
Education
All public schools 86.2 67.4 57.1 48.6 26.5 55.6 41.4 35.2 35.7 40.3 45.4 33.3
 School classification
   Traditional public 86.2 67.4 56.8 48.4 26.2 55.5 41.4 35.2 35.5 39.8 45.2 33.4
   Charter school 87.7 68.3 67.4 56.8 38.9 59.8 42.8 37.7 46.0 57.6 55.5 27.1
 Community type 
   Central city 89.0 71.5 65.1 53.0 31.1 64.0 46.1 39.0 43.5 46.7 46.3 34.0
   Urban fringe/large town 88.0 68.8 57.6 48.9 28.6 55.9 42.6 36.3 35.4 42.7 45.7 33.5
   Rural/small town 79.4 60.0 48.8 44.3 18.6 47.5 35.3 30.1 26.7 29.6 44.1 32.2
 School level 
   Elementary 90.4 67.7 46.3 36.6 22.7 41.8 30.0 22.3 36.8 29.4 43.4 15.7
   Secondary 30.7 68.1 72.9 64.5 32.7 74.1 56.1 51.5 35.9 55.6 49.0 51.8
   Combined 70.3 61.3 54.9 49.6 26.3 57.6 42.9 36.1 21.6 37.6 50.3 33.0
 Student enrollment
   Less than 100 63.6 50.2 40.8 42.2 13.8 52.9 33.7 24.6 9.2 18.3 29.4 39.9
   100-199 78.2 51.4 43.2 36.1 23.8 38.4 26.1 21.3 17.5 24.5 40.0 32.6
   200-499 88.1 62.9 44.8 38.5 21.3 40.5 27.6 22.9 31.6 25.7 44.5 24.7
   500-749 88.1 68.4 55.0 42.1 25.4 50.5 38.0 32.2 36.7 40.4 44.1 27.6
   750-999 90.9 72.6 64.6 54.8 29.0 62.2 50.4 42.0 35.5 45.6 46.1 32.5
   1,000 or more 75.0 82.9 83.2 74.1 38.7 86.7 66.9 61.5 50.2 65.6 54.5 50.2
Source: U.S. Department of Education, National Center for Education Statistics, Schools and Staff ing Survey, 2003-04, Public School, BIA School, and Private School Data Files
Table 1: Of Schools That Had Teaching Vacancies for the Current School Year, Percentage with Vacancies in Various Fields 
2003-04 School Year
 
While general elementary school teachers were the most desired, all but 3.9% of schools had no 
difficulties filling the position, as shown in Table 2. The hardest to fill positions were for 
teacher’s with specialization in foreign languages, English as a foreign language, and special 
education. In fact, for the 2003-04 school year, of the schools with vacancies in foreign 
languages 33.6% found it difficult or impossible to fill their vacancy. 
 
Whereas for the 2003-04 school year, schools across the nation were in need of general 
elementary school teachers and had difficulty finding foreign language teachers, schools in 2006-
07 had a different demand for teachers. According to the “Teacher Shortage Areas Nationwide 
Listing1” for the 2006-07 school year, science, special education, and mathematics teachers were 
the most sought after. In fact, of the 40 states that listed specific subject area shortages, 37 
reported science teacher shortages while 36 states reported special education shortages. 
 
                                                 
1 U.S. Department of Education defines a shortage in the “Teacher Shortage Areas Nationwide Listing 1990-91 thru 
2006-07” as either (1) shortages by subject matter as designated from the top 10 academic disciplines indentified in 
an annual survey of school divisions or (2) a school personnel vacancy for which a school division received three or 
fewer qualified candidates for a position. 
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General 
Elementary
Special 
Education
English/ 
language 
arts
Social 
Studies
Computer 
Science Math
Biology or 
Life 
Sciences
Physical 
Sciences
English as 
a Second 
Language
Foreign 
Languages
Music or 
Art
Vocational 
or 
Technical 
Education
All public schools 3.9 29.2 8.1 4.0 16.3 28.8 20.9 27.7 31.4 33.6 19.1 27.9
 School classification
   Traditional public 3.6 29.2 8.3 3.8 16.0 28.7 20.7 27.9 31.5 34.0 19.1 27.9
   Charter school 12.6 27.1 2.5 8.6 24.9 32.6 27.9 22.7 25.6 23.1 20.2 23.9
 Community type 
   Central city 5.7 31.0 7.6 4.8 16.5 34.7 27.2 28.0 27.9 30.3 16.6 27.9
   Urban fringe/large town 2.9 26.6 7.0 2.3 14.6 25.1 17.4 26.6 30.0 30.0 16.9 27.1
   Rural/small town 3.9 33.1 11.4 6.3 20.9 29.6 20.9 29.7 42.7 48.7 26.1 29.1
 School level 
   Elementary 3.9 28.3 7.4 3.7 8.0 23.8 19.6 22.5 30.0 33.9 17.3 27.4
   Secondary 5.5 30.8 7.7 3.2 23.1 32.4 21.9 31.0 31.0 31.6 21.5 27.2
   Combined 1.9 32.5 14.5 10.1 29.1 30.5 20.8 24.8 62.7 47.3 24.6 34.0
 Student enrollment
   Less than 100 6.3 37.5 10.6 7.9 27.6 24.6 17.0 23.2 48.6 55.4 33.7 31.4
   100-199 2.9 29.2 19.6 8.1 21.3 34.7 29.6 40.6 36.2 47.9 29.0 27.1
   200-499 4.3 26.8 12.5 3.8 10.7 29.1 17.4 25.4 34.8 44.1 21.5 22.1
   500-749 3.9 27.5 4.4 2.8 13.2 27.0 21.3 27.0 34.5 38.5 17.2 27.4
   750-999 2.5 31.9 2.2 5.0 15.1 25.3 20.9 25.7 25.3 27.8 15.8 29.7
   1,000 or more 1.9 32.7 7.8 3.2 22.9 31.0 21.9 28.9 26.5 24.4 14.5 31.1
Table 2: Of Schools That Had Teaching Vacancies for the Current School Year, Percentage That Found It Difficult or Were Not Able To Fill 
the Vacancies 
2003-04 School Year
Source: U.S. Department of Education, National Center for Education Statistics, Schools and Staff ing Survey, 2003-04, Public School, BIA School, and Private School Data Files
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Teacher Shortages in Surrounding States 
 
The five states surrounding West Virginia are also dealing with the issue of teacher shortages. 
According to the U.S. Department of Education the teacher shortages facing the states 
surrounding West Virginia are: 
 
• Kentucky 
? Art/Arts & Humanities 
? English/Language Arts – 
Middle and High 
? English as a Second 
Language 
? Exceptional Children 
? Foreign Languages 
? Information 
Technology/Computers 
? Math – Middle and High 
? Music – Middle and High 
? School Media Librarian 
? Science – Middle and High 
? Social Studies – Middle and 
High 
? Speech/Language Disorders 
? Technology Education 
• Maryland 
? Career & Technology 
Education – Middle and High 
? Computer Science – Middle 
and High 
? Dance 
? English as a Second 
Language 
? Foreign Languages 
? Math – Middle and High 
? Science – Middle and High 
? Special Education
• Ohio 
? Art 
? Civics 
? Economics 
? English/Language Arts 
? Exceptional Children 
? Foreign Languages 
? Geography 
? Government  
? History  
? Math 
? Science 
• Pennsylvania 
? Data not available for 2006-2007 school year 
• Virginia 
? Special Education 
? Math – Middle and High 
? Career & Technical 
Education 
? Elementary Education 
? Foreign Languages 
? Middle School 
? Reading Specialist 
? Earth Science 
? History & Social Science 
? English
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West Virginia Teacher Shortages 
 
West Virginia is also facing teacher shortages. According to the Education Personnel Data 
Report for the 2006-07 school year, 3,868.5 positions were posted for K-12 public schools in 
West Virginia, as shown in Table 3. Approximately 90% of those positions were filled, with 
2,269 being filled by individuals that were employed in that county’s school system the previous 
year. Of the 390.5 positions that were not filled for the 2006-07 school year, 66% of those 
vacancies were for multi-categorical special education teachers. Other positions not filled 
included 32.5 mathematics teachers, 29 speech pathologists, and 24.5 English/language arts 
teachers. 
 
Reasons behind the unfilled positions for the 2006-07 school year in West Virginia vary among 
positions, as shown in Table 4. Over 75% of the unfilled positions, however, were attributed to 
the lack of qualified applicants. In fact, 53.5 multi-categorical special education positions were 
left vacant due to unqualified applicants. Of the 120 general education positions that were not 
filled due to unqualified applicants, 28 were mathematics positions, 17 were English/language 
arts positions, and 13.5 were reading specialist positions. Only one of the 390.5 positions was not 
filled due to fiscal restraints. That position was for a specialized vocational education teacher.  
 
While applicants for positions such as multi-categorical special education were not properly 
qualified, 3,478 positions were filled by qualified individuals for the 2006-07 school year, as 
shown in Table 5. Approximately 85% of those positions were filled by individuals holding a 
professional or vocational certificate. This includes 880 individuals with certifications in 
elementary education. 
 
Of the 3,868.5 positions posted for K-12 educators in West Virginia for the 2006-07 school year, 
only 1,483 were due to non-returning educators, as shown in Table 6. Of those individuals that 
did not return, 53% were due to retirement. Almost 400 individuals did not return for the 2006-
07 school year because they accepted education positions in another part of West Virginia or out-
of-state. Only 53.5 individuals did not return due to a reduction in the number of educators 
needed. Of those 53.5, 29 elementary education teachers were terminated.
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2006-07 
Total 
Positions 
Filled
2006-07 
Posted 
Positions 
Filled
2006-08 
Positions 
Not Filled
Employed 
in 
Reporting 
Co. School 
System
Employed 
in Another 
WV Co. 
School 
System
Employed 
in Out-Of-
State 
School 
System
Employed 
in Higher 
Education
Not 
Employed 
in 
Education
Completed at 
a WV 
Institution
Completed at 
an Out-Of-
State 
Institution
ALTERNATIVE EDUCATION 26.5 26.5 0 24.5 0 0 0 0 2 0
ART 65.75 61 4.75 34 8.5 5 1 1 9.5 2
BIOLOGY 19.5 17.5 2 10 2 3 0 0.5 2 0
CHEMISTRY 27.5 15.5 12 8.5 1.5 0 0 1 2.5 2
EARLY EDUCATION 145.5 132.5 13 101 9 6 1 2 12.5 1
ELEMENTARY EDUCATION 911.75 890.5 21.25 678 59 24.5 1 35 78 15
ENGLISH/LANGUAGE ARTS 201 176.5 24.5 101 13.5 19 2 8 27 6
FRENCH 6 6 0 2 1 0 1 1 1 0
GENERAL SCIENCE 147.75 135.75 12 72.75 14 8 0 13 26 2
GERMAN 2 2 0 1 0 0 0 0 1 0
HEALTH 57.163 53.163 4 40.333 4.83 2 0 1 5 0
JOURNALISM 2 2 0 2 0 0 0 0 0 0
LATIN 1 1 0 0 0 1 0 0 0 0
MATHEMATICS 217.25 184.75 32.5 107.25 24.5 10.5 1 7.5 28 6
MUSIC 71.75 64.5 7.25 22 8 6 0 15 10.5 3
ORAL COMMUNICATIONS 3.5 3.5 0 0.5 1.5 0.5 0 0 1 0
PHYSICAL EDUCATION 133.163 128.663 4.5 88.333 12.83 3.5 0 12.5 8.5 3
PHYSICS 10.5 6 4.5 3.5 2.5 0 0 0 0 0
READING SPECIALIST 205.5 185.5 20 132.5 11 5 1 12 22 2
RUSSIAN 1 1 0 1 0 0 0 0 0 0
SAFETY EDUCATION 9.833 9.333 0.5 5.833 2.5 0 0 0 1 0
SCHOOL LIBRARY/MEDIA 37 34 3 29.5 2 0 0 2 0.5 0
SOCIAL STUDIES 125.09 121.34 3.75 80 9.34 4 0 4 23 1
SPANISH 54.5 43.5 11 15.5 4 6 1 4 8.5 4.5
GENERAL EDUCATION TOTALS 2,482.50 2,302.00 180.5 1,561.00 191.5 104 9 119.5 269.5 47.5
SPECIAL EDUCATION  
BEHAVIOR DISORDERS 46.5 37.5 9 22.5 3 0 0 7 5 0
GIFTED 37.5 31 6.5 13.5 3.5 2 1 3 5 3
HEARING IMPAIRED 7.75 5.75 2 4 0 0 0 0.75 1 0
MENTALLY IMPAIRED 50.5 44.5 6 27 0 2 0 6 8.5 1
MULTI-CATEGORICAL 398.5 332.5 66 200 33.5 21 1 6.5 65.5 5
PHYSICALLY HANDICAPPED 0 0 0 0 0 0 0 0 0 0
PRESCHOOL SPECIAL NEEDS 50 40 10 20.5 2 2 0 1 11.5 3
SEVERELY/PROFOUNDLY IMPAIRED 24 17 7 11.5 1 2 0 1 1.5 0
SPECIFIC LEARNING DISABILITIES 52 37.5 14.5 25.5 1 0 0 4 5 2
VISUALLY IMPAIRED 4.5 2.5 2 1 0 0 0 0 1.5 0
SPECIAL EDUCATION TOTALS 671.25 548.25 123 325.5 44 29 2 29.25 104.5 14
ADMINISTRATIVE/SUPPORT 
ATHLETIC TRAINER 31 28 3 9 1 3 0 14 1 0
COUNSELOR 83.5 79.5 4 34.5 12.5 10 2 3 14.5 3
EDUCATIONAL AUDIOLOGIST 0 0 0 0 0 0 0 0 0 0
PRINCIPAL 181 173 8 149.5 15 4 3 1.5 0 0
SCHOOL BUSINESS OFFICIAL 3.5 3.5 0 2.5 0 0 0 1 0 0
SCHOOL NURSE 44 43 1 4 1 0 1 22.5 12 2.5
SCHOOL PSYCHOLOGIST 14 10 4 3 4 3 0 0 0 0
SOCIAL SERVICE & ATTENDANCE 6 6 0 5 0 0 0 0 1 0
SPEECH LANGUAGE PATHOLOGIST 66.25 37.25 29 13 12 3 0 3.25 6 0
SUPERINTENDENT 8 8 0 4 4 0 0 0 0 0
SUPERVISOR OF INSTRUCTION 33.5 33.5 0 29 3.5 1 0 0 0 0
VOCATIONAL ADMINISTRATION 12 12 0 9.5 2.5 0 0 0 0 0
ADMIN/SUPPORT TOTALS 482.75 433.75 49 263 55.5 24 6 45.25 34.5 5.5
VOCATIONAL EDUCATION 
AGRICULTURE 13.5 10.5 3 3.5 3 0 1 1 2 0
BUSINESS EDUCATION 38.5 37 1.5 25 5 1 0 4 2 0
FAMILY & CONSUMER SCIENCE 24 16.5 7.5 10 3 0 0 2.5 0 1
MARKETING 0.5 0.5 0 0.5 0 0 0 0 0 0
TECHNOLOGY EDUCATION 33.5 30.5 3 16.5 4 5 0 3 1 1
VOCATIONAL EDUCATION TOTALS 110 95 15 55.5 15 6 1 10.5 5 2
OTHER SPECIALIZATIONS 122 99 23 64 4 1 0 20 8 2
TOTALS 3,868.50 3,478.00 390.5 2,269.00 310 164 18 224.5 421.5 71
Posted Positions Filled By 1st 
Year Educators Whose 
Bachelor's Degree Was
Table 3: West Virginia Full-Time Equivalency Professional Posted Postions By Specialization 
2006-2007 School Year
2005-06 Status of Personnel Who Filled 2006-07 Posted Position
Source: West Virginia Department of Education "2006 Educational Personnel Data Report"
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2006-08 Total 
Positions 
Filled
2006-07 
Positions Not 
Filled
Lack of 
Qualified 
Applicants
Current Fiscal 
Restraints
Candidate 
Selection in 
Progress Other
ALTERNATIVE EDUCATION 26.5 0 0 0 0 0
ART 65.75 4.75 1.5 0 2.75 0.5
BIOLOGY 19.5 2 2 0 0 0
CHEMISTRY 27.5 12 10 0 1 1
EARLY EDUCATION 145.5 13 1 0 12 0
ELEMENTARY EDUCATION 911.75 21.25 6 0 15.25 0
ENGLISH/LANGUAGE ARTS 201 24.5 17 0 6.5 1
FRENCH 6 0 0 0 0 0
GENERAL SCIENCE 147.75 12 12 0 0 0
GERMAN 2 0 0 0 0 0
HEALTH 57.163 4 3 0 1 0
JOURNALISM 2 0 0 0 0 0
LATIN 1 0 0 0 0 0
MATHEMATICS 217.25 32.5 28 0 4.5 0
MUSIC 71.75 7.25 6 0 1.25 0
ORAL COMMUNICATIONS 3.5 0 0 0 0 0
PHYSICAL EDUCATION 133.163 4.5 1.5 0 3 0
PHYSICS 10.5 4.5 3.5 0 0 1
READING SPECIALIST 205.5 20 13.5 0 6.5 0
RUSSIAN 1 0 0 0 0 0
SAFETY EDUCATION 9.833 0.5 0.5 0 0 0
SCHOOL LIBRARY/MEDIA 37 3 3 0 0 0
SOCIAL STUDIES 125.09 3.75 0.5 0 3.25 0
SPANISH 54.5 11 11 0 0 0
GENERAL EDUCATION TOTALS 2,482.50 180.5 120 0 57 3.5
SPECIAL EDUCATION  
BEHAVIOR DISORDERS 46.5 9 9 0 0 0
GIFTED 37.5 6.5 6.5 0 0 0
HEARING IMPAIRED 7.75 2 2 0 0 0
MENTALLY IMPAIRED 50.5 6 6 0 0 0
MULTI-CATEGORICAL 398.5 66 53.5 0 11.5 1
PHYSICALLY HANDICAPPED 0 0 0 0 0 0
PRESCHOOL SPECIAL NEEDS 50 10 8 0 2 0
SEVERELY/PROFOUNDLY IMPAIRED 24 7 7 0 0 0
SPECIFIC LEARNING DISABILITIES 52 14.5 14.5 0 0 0
VISUALLY IMPAIRED 4.5 2 1 0 1 0
SPECIAL EDUCATION TOTALS 671.25 123 107.5 0 14.5 1
ADMINISTRATIVE/SUPPORT 
ATHLETIC TRAINER 31 3 3 0 0 0
COUNSELOR 83.5 4 2 0 2 0
EDUCATIONAL AUDIOLOGIST 0 0 0 0 0 0
PRINCIPAL 181 8 0 0 8 0
SCHOOL BUSINESS OFFICIAL 3.5 0 0 0 0 0
SCHOOL NURSE 44 1 0 0 1 0
SCHOOL PSYCHOLOGIST 14 4 4 0 0 0
SOCIAL SERVICE & ATTENDANCE 6 0 0 0 0 0
SPEECH LANGUAGE PATHOLOGIST 66.25 29 27 0 1 1
SUPERINTENDENT 8 0 0 0 0 0
SUPERVISOR OF INSTRUCTION 33.5 0 0 0 0 0
VOCATIONAL ADMINISTRATION 12 0 0 0 0 0
ADMIN/SUPPORT TOTALS 482.75 49 36 0 12 1
VOCATIONAL EDUCATION 
AGRICULTURE 13.5 3 2 0 1 0
BUSINESS EDUCATION 38.5 1.5 0.5 0 1 0
FAMILY & CONSUMER SCIENCE 24 7.5 6.5 0 1 0
MARKETING 0.5 0 0 0 0 0
TECHNOLOGY EDUCATION 33.5 3 3 0 0 0
VOCATIONAL EDUCATION TOTALS 110 15 12 0 3 0
OTHER SPECIALIZATIONS 122 23 19 1 2 1
TOTALS 3,868.50 390.5 294.5 1 88.5 6.5
Professional Positions Not Filled By Full-Time Employee 
Due To
2006-2007 School Year
Table 4: West Virginia Full-Time Equivalency Professional Posted Positions Not Filled and Reasons
Source: West Virginia Department of Education "2006 Educational Personnel Data Report"
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2006-07 Total 
Positions 
Posted
2006-07 Posted 
Positions Filled 
for 2005-06
Professional or 
Vocational 
Certificate
Temporary 
Certificate
Out-Of-Field 
Authorization
Internships & 
Other 
Authorizations Permit
ALTERNATIVE EDUCATION 26.5 26.5 11.5 7 2 4 0 2
ART 65.75 61 53 1 4 0 2 1
BIOLOGY 19.5 17.5 15.5 0 1 0 1 0
CHEMISTRY 27.5 15.5 12.5 0 1 0 1 1
EARLY EDUCATION 145.5 132.5 129.5 0 0 1 2 0
ELEMENTARY EDUCATION 911.75 890.5 880 5 1 0 1 3.5
ENGLISH/LANGUAGE ARTS 201 176.5 153.5 1 8 1 5 8
FRENCH 6 6 5.5 0 0 0 0 0.5
GENERAL SCIENCE 147.75 135.75 110.25 1 8.5 4 8 4
GERMAN 2 2 0 0 0 0 0 2
HEALTH 57.163 53.163 43.083 0 2.08 1 4 3
JOURNALISM 2 2 2 0 0 0 0 0
LATIN 1 1 1 0 0 0 0 0
MATHEMATICS 217.25 184.75 165.25 1 8 1 8 1.5
MUSIC 71.75 64.5 60 1 2 0 1.5 0
ORAL COMMUNICATIONS 3.5 3.5 3 0 0 0 0 0.5
PHYSICAL EDUCATION 133.163 128.663 124.663 0 0 1 2 1
PHYSICS 10.5 6 2 0 0 2 0 2
READING SPECIALIST 205.5 185.5 136 1 27 3 9 9.5
RUSSIAN 1 1 1 0 0 0 0 0
SAFETY EDUCATION 9.833 9.333 6.833 0 2 0 0.5 0
SCHOOL LIBRARY/MEDIA 37 34 28.5 0 3.5 0 0.5 1.5
SOCIAL STUDIES 125.09 121.34 119.84 0 0 1 0 0.5
SPANISH 54.5 43.5 27 2 4 1 8.5 1
GENERAL EDUCATION TOTALS 2,482.50 2,302.00 2,091.42 20 74.08 20 54 42.5
SPECIAL EDUCATION  
BEHAVIOR DISORDERS 46.5 37.5 27.5 0 5 0 3 2
GIFTED 37.5 31 14.5 0 7 1 1 7.5
HEARING IMPAIRED 7.75 5.75 2.25 0 3 0 0 0.5
MENTALLY IMPAIRED 50.5 44.5 36.5 0 1 0 3 4
MULTI-CATEGORICAL 398.5 332.5 175.5 0 43 13.5 44.5 56
PHYSICALLY HANDICAPPED 0 0 0 0 0 0 0 0
PRESCHOOL SPECIAL NEEDS 50 40 29 0 7 0 1 3
SEVERELY/PROFOUNDLY IMPAIRED 24 17 11 0 2.5 0 1 2.5
SPECIFIC LEARNING DISABILITIES 52 37.5 29.5 0 2 0 6 0
VISUALLY IMPAIRED 4.5 2.5 0 0 1.5 0 0 1
SPECIAL EDUCATION TOTALS 671.25 548.25 325.75 0 72 14.5 59.5 76.5
ADMINISTRATIVE/SUPPORT  
ATHLETIC TRAINER 31 28 7 6 0 8 6 1
COUNSELOR 83.5 79.5 75.5 0 0 0 3 1
EDUCATIONAL AUDIOLOGIST 0 0 0 0 0 0 0
PRINCIPAL 181 173 168.5 3 0 0 0 1.5
SCHOOL BUSINESS OFFICIAL 3.5 3.5 3.5 0 0 0 0 0
SCHOOL NURSE 44 43 24 0 0 0 18 1
SCHOOL PSYCHOLOGIST 14 10 9 0 0 0 1 0
SOCIAL SERVICE & ATTENDANCE 6 6 3 0 0 0 1 2
SPEECH LANGUAGE PATHOLOGIST 66.25 37.25 30.25 5 0 2 0 0
SUPERINTENDENT 8 8 8 0 0 0 0 0
SUPERVISOR OF INSTRUCTION 33.5 33.5 33.5 0 0 0 0 0
VOCATIONAL ADMINISTRATION 12 12 12 0 0 0 0 0
ADMIN/SUPPORT TOTALS 482.75 433.75 374.25 14 0 10 29 6.5
VOCATIONAL EDUCATION  
AGRICULTURE 13.5 10.5 10 0 0 0 0.5 0
BUSINESS EDUCATION 38.5 38 32 0 0 0 5 1
FAMILY& CONSUMER SCIENCE 24 16.5 13.5 0 1 0 1 1
MARKETING 0.5 0.5 0 0 0 0 0.5 0
TECHNOLOGY EDUCATION 33.5 30.5 23 0 2 0 5 0.5
VOCATIONAL EDUCATION TOTALS 110 95 77.5 0 3 0 12 2.5
OTHER SPECIALIZATIONS 122 99 86 1 1 0 9.5 1.5
TOTALS 3,868.50 3,478.00 2,954.92 35 150.08 44.5 164 129.5
Positions Filled 
by Educators 
with Permits 
with 
Certification in 
Another Area
License Held By Employee For Assignment in Posted Position
2006-2007 School Year
Table 5: West Virginia Full-Time Equivalency Professional Posted Positions by Specialization
Source: West Virginia Department of Education "2006 Educational Personnel Data Report"
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Total Non-
Returning 
Educators Retired Deceased
Terminated 
Due to a 
Reduction in 
Force (RIF)
Terminated 
Due to 
Reasons 
Other Than 
RIF
Resigned to 
Accept an 
Education 
Position in 
WV
Resigned to 
Accept an 
Education 
Position Out-
Of-State
Resigned to 
Accept 
Employment 
in Non-
Education 
Position
Resigned to 
Pursue Full-
Time 
Graduate 
Studies
Received 
a Leave 
of 
Absence
Other/ 
Unknown
ALTERNATIVE EDUCATION 6 4 0 0 1 0.5 0.5 0 0 0 0
ART 29 12 2 0 1 5 4.5 0.5 0 1 3
BIOLOGY 13 8 0 0 0.5 2.5 1 1 0 0 0
CHEMISTRY 14.5 5 0 0 1.5 4 2 0 0 0 2
EARLY EDUCATION 38 29 0 2 0 1 1 0 0 1 4
ELEMENTARY EDUCATION 352.5 213.5 0 29 5 32 37 3 1 8 24
ENGLISH/LANGUAGE ARTS 90.5 57 1 0.5 0 6 12.5 2.5 2 1 8
FRENCH 4 2 0 0 1 0 0 1 0 0 0
GENERAL SCIENCE 65.5 25.5 1 1 1 18.5 9.5 1 2 0 6
GERMAN 1 0 0 0 0 1 0 0 0 0 0
HEALTH 22.3 10.3 1 0 0 2 5 3 0 0 1
JOURNALISM 0 0 0 0 0 0 0 0 0 0 0
LATIN 2 1 0 0 0 0 0 0 0 1 0
MATHEMATICS 78.4 39.4 0 1 1 12 17.5 1.5 0 2 4
MUSIC 34 13 0 0 1 6 6 0.5 1 0.5 6
ORAL COMMUNICATIONS 3 3 0 0 0 0 0 0 0 0 0
PHYSICAL EDUCATION 51.3 32.8 0 0 0 4.5 6 1 0 0 7
PHYSICS 5 1 0 0 1 0 1 0 0 0 2
READING SPECIALIST 57 29.5 1 3 0 6.5 7 1 0 1 8
RUSSIAN 2 1 0 0 0 1 0 0 0 0 0
SAFETY EDUCATION 7 4.5 0 0 0 0.5 2 0 0 0 0
SCHOOL LIBRARY/MEDIA 21.5 16 0 1.5 0 1 2 1 0 0 0
SOCIAL STUDIES 68.5 50 1 1 0 7.5 3 2 0 1 3
SPANISH 30.5 11.5 0 1 1 6 9 0 0 1 1
GENERAL EDUCATION TOTALS 996.5 569 7 40 15 117.5 126.5 19 6 17.5 79
SPECIAL EDUCATION  
BEHAVIOR DISORDERS 10.5 1 0 0 0 1.5 3 0 0 0 5
GIFTED 15 7 0 0 0 2 4 1 0 0 1
HEARING IMPAIRED 1 1 0 0 0 0 0 0 0 0 0
MENTALLY IMPAIRED 14 5 0 0 1 0 4 0 0 1 3
MULTI-CATEGORICAL 84 19 1 7 2 27 16 3 0 1 8
PHYSICALLY HANDICAPPED 0 0 0 0 0 0 0 0 0 0 0
PRESCHOOL SPECIAL NEEDS 11 3 0 0 0 3 1 0 0 1 3
SEVERELY/PROFOUNDLY IMPAIRED 7 3 0 0 0 0 3 0 0 0 1
SPECIFIC LEARNING DISABILITIES 13.5 5 0 0 0 0.5 6 1 0 0 1
VISUALLY IMPAIRED 1 0 0 0 0 1 0 0 0 0 0
SPECIAL EDUCATION TOTALS 157 44 1 7 3 35 37 5 0 3 22
ADMINISTRATIVE/SUPPORT  
ATHLETIC TRAINER 3 2 0 0 0 1 0 0 0 0 0
COUNSELOR 37 16 0 2 1 6 7 0 0 1 4
EDUCATIONAL AUDIOLOGIST 0 0 0 0 0 0 0 0 0 0 0
PRINCIPAL 80 58 0 0 1 17 3 1 0 0 0
SCHOOL BUSINESS OFFICIAL 1 1 0 0 0 0 0 0 0 0 0
SCHOOL NURSE 14.5 1 1 0 2 1 0 5.5 0 0 4
SCHOOL PSYCHOLOGIST 11 4 1 0 0 4 0 1 0 0 1
SOCIAL SERVICE & ATTENDANCE 3.5 2.5 0 0 0 1 0 0 0 0 0
SPEECH LANGUAGE PATHOLOGIST 30.5 4 1 0 0 6.5 6 3 2 1 7
SUPERINTENDENT 7 6 0 0 0 1 0 0 0 0 0
SUPERVISOR OF INSTRUCTION 17.5 11 2 0 0 2 0 0.5 0 1 1
VOCATIONAL ADMINISTRATION 9.5 8 0 1 0 0 0 0.5 0 0 0
ADMIN/SUPPORT TOTALS 214.5 113.5 5 3 4 39.5 16 11.5 2 3 17
VOCATIONAL EDUCATION  
AGRICULTURE 10 5 0 0 0 5 0 0 0 0 0
BUSINESS EDUCATION 20 10 0 2.5 0 2.5 0 1 0 1 3
FAMILY & CONSUMER SCIENCE 19 14.5 0 0 0 2 1.5 0 0 0 1
MARKETING 0 0 0 0 0 0 0 0 0 0 0
TECHNOLOGY EDUCATION 20 5 0 1 2 4 5 0 0 0 3
VOCATIONAL EDUCATION TOTALS 69 34.5 0 3.5 2 13.5 6.5 1 0 1 7
OTHER SPECIALIZATIONS 46 27 0 0 1 5 2.5 3 0 0 7.5
TOTALS 1,483.00 788 13 53.5 25 210.5 188.5 39.5 8 24.5 132.5
Reasons For Professional Educators Employed in 2005-2006 Not Returning in 2006-2007
2006-2007 School Year
Table 6: West Virginia Full-Time Equivancy Reasons For Non-Returning Educators
Source: West Virginia Department of Education "2006 Educational Personnel Data Report"
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An Economist’s Perspective on Teacher Shortages 
 
General Characteristics of Teacher Labor Markets 
 
Several aspects of teacher labor markets contribute to the complexity of issues surrounding 
teacher shortages.  First, the labor market is large, including nearly three million college students 
as well as nontraditional candidates such as working professionals.  Further, prospective and 
current teachers not only decide among teaching jobs, but may also consider nonteaching jobs in 
their area of expertise.  The market is constantly readjusting due to the interactions between 
teacher qualifications, teaching salaries, and availability of opportunities outside of the teaching 
sector.  Research provides some insight into the outcomes of teacher labor markets as outlined 
below: 
 
• Most teachers are female, white, hold teaching certificate, have both bachelor’s and 
master’s degree, and have a major or minor in their main teaching area.  
• Talented teachers are not spread evenly among schools. There is a sorting of less-
qualified teachers to high-poverty low performing schools.  
• Differences in teacher characteristics across schools are largely due to the initial match of 
teachers to schools in their first teaching jobs.  
• Teachers care about wages in their decisions to enter the teaching workforce and in 
choosing where to teach. 
• Many non-wage job characteristics also affect teacher preferences, including student 
attributes, class size, school culture, facilities, leadership and safety. 
• Teachers also prefer to teach close to where they grew up or in schools similar to the ones 
they attended as students.  
• Teacher attrition is highest among beginning teachers. The likelihood of a teacher 
moving or leaving declines significantly after he or she has been in the classroom for 4 to 
5 years. Attrition rates increase again after 25 to 30 years as retirement age approaches.   
 
An Economist’s View of Shortages and Potential Reasons for Shortages 
 
Teacher shortages result from the inability to fill positions with qualified personnel in a timely 
fashion at the prevailing market wage and fringe benefits. Policy makers and educators are 
confronting a national teacher shortage. Current data shows that 73.7% of public schools in the 
U.S. had teaching vacancies for the 2003-04 school year and anywhere from 3.9 percent 
(elementary education) to 33.6 percent (foreign languages) of these vacancies were difficult or 
impossible to fill. Public policy considering the issue of teacher shortages should examine the 
potential role demand and supply play in the teacher labor markets. Teacher shortages are due to 
the convergence of a variety of factors in the teacher labor markets that increase teacher demand 
and reduce supply, resulting in teacher shortages: 
• Uncompetitive wages and fringe benefits compared to other professions decrease the 
number of prospective teachers attracted to the teaching profession. Since the 1970s, 
salaries of teachers lag behind the salaries of non-teaching jobs for college graduates. 
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This reduces the supply of highly qualified teachers because when considering teaching 
as a career, prospective teachers compare the salaries they expect to gain as a teacher to 
salaries available in other occupations. Access to other professional occupations offering 
well equipped work settings, continuous training, high status, opportunities for rapid 
career advancement and more lucrative opportunities increase the opportunity cost of 
becoming a teacher and decrease interest in teaching.  
• Uncompetitive wages and poor working conditions also result in high teacher attrition 
rates. Teachers with less than five years of experience are likely to leave the profession 
and look for more attractive jobs in other professions. As retirement age approaches, 
some teachers cut short their teaching careers by a number of years, mostly due to the 
poor working conditions.  
• Supply restrictions in the form of teacher preparation programs requirements, teacher 
certification requirements, alternative routes to certification, and hiring and reassignment 
policies and practices aggravate the problem of teacher shortage.  
• The overall shortage is exacerbated by the migration of teachers between schools and 
districts as a result of voluntary and involuntary transfers. The shortage and the teacher 
migration are not spread evenly among schools and districts. There is a sorting of less-
qualified teachers to high-poverty low performing schools. Moreover, teachers are more 
likely to leave poor urban schools than higher-income suburban schools. Teacher 
turnover results in a disproportionate share of migration and a steady loss of teachers in 
schools at low-income communities.  
• Increasing teacher retirement rates due to an aging teacher force also reduce teacher 
supply. 
• Rising public school enrollments due to the echo of the baby boom decrease teacher-
pupil ratios, especially for high school mathematics and science courses, contributing to 
the increased demand for teachers with specialties in STEM and foreign languages. The 
effects of increased student populations are exasperated by an increased demand for 
smaller class size. 
• Increased demand in special education results in persistent teacher shortages. In 2000-
2001, about 53,000 special education teachers totaling 12% of the teaching force were 
less than fully certified. In addition, many school districts lose special education teachers 
as the school year progresses. College and university preparation programs have been 
unable to meet the growing demand for special education teachers, increasing the need 
for alternative routes to certification.   
Literature Review on Teacher Labor Markets and Teacher Shortages  
 
Concern over teacher shortages has provided the impetus for a growing body of empirical 
research on teacher supply and demand. In particular, over the past two decades a substantial 
body of empirical analysis examined teacher decisions to remain in or leave the teaching 
profession.  Key factors include increased opportunities outside of teaching as indicated by 
stronger academic credentials, family factors, pay, school characteristics, and certification 
requirements. 
 
Individuals with the strongest academic backgrounds and those with more children are less likely 
to enter or remain in the teaching profession. Several studies show that individuals with the 
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strongest academic backgrounds are less likely to enroll in teacher training programs, less likely 
to become teachers upon completion of these programs, and more likely to leave the profession 
than persons with poorer academic records (Ballou, 1996, Corcoran et al., 2004; Ingersoll, 2001; 
Nelson, 1985; Murnane and Schwinden, 1989). Exits from the workforce are a main cause of 
decreasing teacher participation rates after certification. Marital status and number of children 
are very important predictors of exits out of the workforce for women (Stinebrickner, 2001).  
 
Previous studies indicate that teachers weigh many factors when deciding to enter or remain in 
the profession. Studies show that teachers respond to economic incentives. Teachers who are 
paid more stay longer in teaching and teachers with higher opportunity costs (better opportunities 
outside of teaching) leave teaching earlier than teachers with lower opportunity costs (Murnane 
and Olsen, 1989, 1990; Dolton and van der Klaauw, 1995, 1999; Gritz and Theobald, 1996). Not 
surprisingly, teachers’ decisions are related to their teaching field, which largely determines 
opportunities available outside of teaching. In general, special education, mathematics, and 
science have  the highest turnover rates (Boe, Bobbitt, & Cook, 1997; Grissmer & Kirby, 1992; 
Rumberger, 1987).  
 
From a policy perspective, another important finding has been that teachers’ decisions on 
whether to stay or leave the teaching profession are related to their age. The relationship between 
teachers’ age (or teaching experience, in some analyses) and their turnover follows a U-shaped 
curve. Studies consistently find that younger teachers have very high rates of departure. 
Turnover rates decline through the mid-career period and, finally, rise again in the retirement 
years (Bobbitt, Leich, Whitener, and Lynch, 1994; Grissmer and Kirby, 1992, 1997; Murnane, 
Singer, and Willett, 1988).  This research suggests that policies aimed at teacher retention should 
be targeted most heavily toward new and highly experienced teachers. 
 
School characteristics also play an important role in teacher retention. A number of studies have 
compared or controlled for turnover differences across different types of schools. The research 
shows that urban, high-poverty low performing public schools have very high levels of teacher 
turnover (Hanushek, Kain and Rivkin, 2004; Oakes, 1990). Unfortunately the literature does not 
provide more detail on which characteristics and conditions of schools are related to teacher 
turnover.2  
 
The evidence is consistent with the notion that teacher certification requirements restrict teacher 
supply by establishing barriers to entry into profession and that more stringent requirements must 
be met with higher salary payments.  The research shows that state mandated teacher testing 
lowers the probability that prospective teachers complete training and increases teacher wages 
(Angrist and Guryan, 2004; Hanushek and Pace, 1995; Kleiner and Petree, 1988). On the other 
hand, research finds no evidence that state testing increases the quality of teachers.  
 
The results of this literature suggest many areas for improvement in the context of No Child Left 
Behind and the national goal of having a highly qualified teaching faculty.  Research suggests 
                                                 
2 Several studies examined the issue of cross-school teacher migration which refers to the transfer or movement to 
different teaching jobs in other schools. (Grissmer and Kirby, 1992; Murnane, 1981). However, many assume 
migration is a less significant form of turnover since unlike retirements and career changes, migration does not 
contribute to overall systemic shortages, as it does not increase or decrease the overall supply of teachers. 
 
14 
 
that those with the most promising academic records are less likely to enter the profession and 
even when qualified candidates apply for jobs, administrators do not use academic performance 
as a selection criterion (Ballou, 1996).  These results suggest that hiring better teachers will 
involve changes both on the supply side (attracting the most promising students into teaching) 
and the demand side (using objective criterion to screen job candidates). 
 
The literature also suggests that attracting and retaining highly qualified teachers requires 
competitive pay, particularly in the fields of science and math education.  Teachers are also 
sensitive to working conditions leading to more attrition in higher poverty and lower performing 
areas.  Schools with these characteristics will have to consider which factors within their control 
would lead to more faculty stability.  Finally, the research suggests that retention policies should 
be targeted toward those most likely to exit, namely new and very experienced teachers. 
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2007 State Teacher Policy Yearbook 
 
Background of Report 
 
The National Council on Teacher Quality (NCTQ) advocates for federal, state, and local policy 
reforms to increase the number of effective teachers.  The organization identifies and encourages 
policies that lead to better teaching and consequently, higher levels of student achievement.  The 
NCTQ presents both an analysis of state-level policies and recommendations for improved 
performance in the 2007 State Teacher Policy Yearbook. 
 
Recognizing that state policies play a crucial role in addressing the issue of teacher quality, the 
NCTQ analyzed state progress toward achieving 27 different goals in the areas of quality 
objectives,3 licensure, evaluation and compensation, state approval of preparation programs, 
alternative certifications routes, and preparation of special education teachers.  In addition to 
providing an assessment of state policies, the Yearbook also offers practical policy solutions for 
achieving each of the identified goals.  The Yearbook also highlights the complex interactions 
between policies that address teacher shortages, quality, and compensation.4 
Key U.S. Findings 
 
Key U.S. findings can be separated into two categories, policies that attract, retain, and assure the 
quality of existing teachers and teacher preparation policies.  In addition to the human capital and 
teacher preparation issues, the NCTQ also identified problems in specific areas such as math, 
science and special education.  In terms of human capital policies that affect established teachers, 
the NCTQ finds that “state policies are remarkably inflexible and outdated” when it comes to 
accessing teacher performance and rewarding the most effective teachers.  States are not meeting 
teacher assessment goals as less than one third of states (14) require annual teacher evaluations 
and only half of these states instruct school districts that they can dismiss teachers after two 
unsatisfactory evaluations.  In all but three states, classroom effectiveness is not the most 
important element in evaluating teacher performance, and in some cases criterion such as 
attendance of faculty meetings is given and equal weight with classroom performance.  Finally, 
only two states require at least five years of experience to earn tenure, making it more difficult to 
dismiss ineffective teachers. 
 
Deficiencies in human capital policies also lead to environments where teacher pay is not closely 
related to performance and to nonexistent or complicated nontraditional routes to teacher 
certification.  Slightly more than half of states (28) allow differential pay to better address district 
and school needs but only 12 states fund programs to reward better classroom effectiveness.  
Only a small number of states (15) evaluate a teacher’s effectiveness based on the value-added 
that they provide in the classroom.  Unconventional routes into the classroom are not well-
supported as states generally lack genuine alternative routes to certification for talented students 
                                                 
3 These goals reflect progress toward meeting quality objectives established under the No Child Left Behind Act of 
2001. 
4 The Yearbook rates states based on current policies leaving aside the issue of how effectively these policies are 
being implemented. 
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of other majors or mid-career professionals.  Teachers moving from another state also face a 
difficult process to earn licensure in 23 states and licensing tests are not used often enough to 
demonstrate the subject knowledge of nontraditional candidates. 
 
The NCTQ evaluation of teacher preparation policies can be divided into three policy categories, 
(1) attracting promising new teachers to the profession, (2) preparing those teachers for the 
classroom, and (3) identifying and rewarding exceptionally qualified new teachers.  In terms of 
the first category, most states do not evaluate basic skills of potential students as a condition for 
entry into a teacher preparation program.   Ten do not require programs to administer basic skills 
tests at all, 24 require testing at program completion, and only 17 require testing as a condition 
for admission.  Delayed testing for basic skills potentially reduces the quality of students 
admitted into programs, and therefore, the rigor at which course materials can be presented.   
A key shortcoming in teacher preparation programs is in teaching future elementary school 
teachers to teach reading.  There are no assurances or inadequate assurances in almost all states 
(47) that elementary teachers are learning scientifically proven methods for teaching children to 
read.  Further, state content standards for elementary education often omit fundamental areas 
such as geometry and American history.  Almost half of states (23) also create a potential 
mismatch in the classroom by allowing teachers trained in elementary education to teach seventh 
and eighth grades.  In terms of identifying exceptionally qualified teachers, few states recognize 
superior academic qualifications of teachers and the vast majority (47) does not distinguish based 
on academic performance when conferring new teaching licenses. 
 
West Virginia Findings 
 
Overall West Virginia was assigned a “needs significant improvement” rating.  West Virginia 
fully met six goals in the areas of secondary teacher preparation, standardization of credentials, 
awarding meaningful licenses, entry into preparation programs, program approval and 
accreditation, and interstate portability of teaching certifications.  Despite these successes, there 
is still substantial area for improvement.  West Virginia partially or nearly met six goals, met 
only a small portion of nine goals and missed six goals.  Consistent with the national results, 
West Virginia struggles with effectively evaluating teachers and linking teacher performance to 
pay, providing meaningful alternate routes to certification and preparing teachers, particularly in 
the area of special education. 
 
In the area of teacher evaluation, the NCTQ finds that West Virginia is not doing enough to 
ensure that teachers, particularly veteran teachers, are accountable for their performance in the 
classroom.  More specifically, teachers are granted tenure after only three years of experience 
and the state does not require regular evaluations of veteran teachers.  Teacher pay is not linked 
to performance as there are no data on value-added in the classroom, districts are subject to a 
minimum salary schedule and the state does to support differential pay for special needs areas. 
 
Although West Virginia “nearly” met teacher licensure goals for assuring quality in teacher 
preparation programs, the state received low marks in the area of alternate routes to teacher 
certification and preparation of special education teachers.  The NCTQ cites the lack of a 
genuine alternate route into the teaching profession.  The existing alternative programs suffer 
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from low and inflexible admissions standards, are not prevented from requiring excessive 
coursework, and are not required to provide adequate support for new teachers.  Additionally, 
program quality is not assessed using objective performance data.  The state also falls short in 
preparing special education teachers to teach children with disabilities. 
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America Competes Act and Potential Implications 
 
The America Competes Act is bipartisan legislation designed to maintain and improve 
innovation in the United States.  This goal is achieved through three primary areas: (1) increasing 
research investment, (2) strengthening education opportunities in science, technology, 
engineering, and mathematics from elementary through graduate school, and (3) developing an 
innovation infrastructure.  Of greatest applicability to K-12 education is the second objective 
focusing on education opportunities. 
 
The Act calls for competitive grants to states that act to better connect elementary and secondary 
education instruction with the knowledge and skills needed in higher education, the workforce, 
and the Armed Forces.  States are encouraged to expand specialty schools in math and science as 
well as Advanced Placement (AP) programs.  Under the Act, improvements in math instruction 
at elementary and middle grades are encouraged through the provision of Math Now grants.  
Finally, the Act seeks to expand the number of students at all levels of instruction that study 
critical foreign languages and become proficient. 
 
The Act also focuses on teacher skills through training programs for math and science teachers.  
This is accomplished through summer training and education programs in math and science 
conducted at the National Laboratories as well as increased funding for the Teacher Institutes for 
the 21st Century program at the National Science Foundation (NSF).  In addition, the Act 
provides for an expansion of the Robert Noyce Teacher Scholarship Program at NSF, which 
recruits and trains math and science teachers in high-need local agencies. 
 
The America Competes Act has at least two major implications for state and local education 
agencies.  First, increases in funding and available training rely heavily on state and local 
initiative.  In many cases, funding is awarded on a competitive basis or provided to jurisdictions 
that develop their own solutions.  This is both a benefit, in that it allows schools to customize 
programs to meet their needs, and a potential drawback as schools that compete for grants or 
develop programs will need to invest resources in researching and proposing projects.  Second, 
the Act focuses exclusively on math and science education.  This does little to assist educational 
institutions address training, personnel, and program needs in other subject areas.   
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One Solution – Virtual Schools 
 
One approach being used in several states across the U.S.to alleviate the problem of teacher 
shortages is the use of virtual schools. These schools provide web-based courses to middle and 
high school students who need academic courses their school cannot provide, alternatives to 
traditional education, options to courses offered in their school or access to courses due to 
physical disabilities. While virtual schools seem to help school districts dealing with teacher 
shortages, these courses are still relatively new and thus states are still examining the most 
efficient and effective ways to provide and manage virtual schools. These issues coupled with 
the pressures of getting adequate and reliable funding and ensuring quality courses and 
instruction have made the progression to virtual schools a relatively slow process. 
 
As shown in Table 7, 14 states located in the south-eastern part of the U.S. used some form of 
virtual schools during the 2005-2006 school year. Each state varied in their step-up and 
implementation but common themes did arise. For instance, all 14 states offered courses to high 
school students while less than half of those states also offered these web-based courses to 
middle school students. Eight of the states provided these courses free to all public school 
students located within the state while the remaining states, including West Virginia, required 
parents or school districts to pay for the courses. All 14 state virtual school programs offered AP, 
core and non-core elective courses. The number of students taking advantage of virtual schools 
in these 14 states totaled over 16,500 for the spring semester of 2006. The largest variation in the 
implementation of virtual schools among the states is the use and number of full- and part-time 
teachers. At least 7 states relied solely on part-time teachers to provide instruction for these web-
based courses. None of the states, however, relied completely on full-time teachers. 
 
One of the states currently using virtual schools is West Virginia. West Virginia Virtual School 
began operation during the 2000-2001 school year with 344 students enrolled. The number of 
students increased to 1,300 by the 2005-2006 school year. West Virginia Virtual School uses a 
provider, such as the Florida Virtual School, to furnish the web-based state-approved courses as 
well as supply the teachers for those courses. West Virginia teachers are employed by the 
program not to teach but to evaluate the courses for alignment of content with the state’s 
Instructional Goals and Objectives. These web-based courses are provided to public and non-
public school students. The cost for these courses are not covered by the state but rather through 
a state-sponsored grant program, which covers 75% of costs if there is a justified need for the 
course, while the rest of the costs are paid for by the parents of the students taking the courses. 
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State Virtual School Name Grade Levels Tuition AP Core
Non-core 
Electives Technical GED Other Fall 2005 Spring 2006 Full-Time Part-Time
Alabama ACCESS Distance Learning High School
Free to all public 
high school 
students in state 9 20 13 2 0 2 489 1,575 0 39
Arkansas Arkansas Virtual High School High School Free of charge 3 26 8 0 0 0 1,266 1,295 3 21
Florida Florida Virtual School Middle and High School
Only non-Florida 
students pay tuition 10 35 21 6 0 10 NA NA 187 100
Georgia Georgia Virtual School High School
Tuition paid for by 
parents and school 
district 40 43 42 0 0 0 634 1,285 0 160
Kentucky Kentucky Virtual High School
Middle and High School, 
GED
All courses are 
tuition-based 23 36 1 2 1 0 750 3,241 2 33
Louisiana Louisiana Virtual School Middle and High School Free to all students 2 22 12 0 0 0 2,300 2,900 15 55
Maryland
Maryland Virtual Learning 
Opportunities Program Middle and High School
Tuition paid for by 
parents and school 
district 21 19 1 3 0 31 129 245 0 5
Mississippi Mississippi Virtual School High School Free to all students 10 12 9 0 0 0 556 306 0 NA
North Carolina*
North Carolina Virtual Public 
School High School Free to all students 32 0 190 0 0 0 1,772 1,855 0 0
Oklahoma
University of Oklahoma, 
Independent Learning High 
School High School
Tuition paid for by 
parents and school 
district 8 28 48 6 0 2 2,126 2,126 0 42
South Carolina South Carolina Virtual School High School
Free to all public 
high school 
students in state 14 13 10 0 0 0 NA NA NA NA
Tennessee E4TN High School
Tuition paid for by 
parents and school 
district 3 14 1 1 0 0 242 NA 0 27
Virginia
Virginia Virtual Advanced 
Placement School Middle and High School
Free to all students 
who qualify as 
Early College 
Scholars 20 1 10 0 0 0 1,456 434 12 15
West Virginia West Virginia Virtual School Middle and High
Tuition paid for by 
parents and school 
district 32 72 71 35 0 0 1,300 1,300 2 17
* Classes are offered through the North Carolina Department of Public Instruction instead of the NCVPS
Source: SREB Education Technology Cooperative "Report on State Virtual Schools" August 2006
2005-2006 School Year
Table 7: State Virtual Schools in Southern United States
Number of Courses Number of Students Number of Teachers
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Public Policy Options to Address Teacher Shortages 
 
Federal and state governments, education associations and many others around the nation have 
been trying to find a solution to the teacher shortages for K-12 public education. Several 
programs and initiatives have been created to alleviate this issue. For instance, the American 
Board of Certification of Teacher Excellence has developed a Passport to Teaching certification 
that allows people who have not gone through traditional education programs to become 
teachers, especially in hard-to-fill areas. Several federal programs have been developed to lessen 
this ever growing problem and include: 
 
• Teacher Quality Enhancement Grants 
? These grants are geared towards  the creation of alternative routes to traditional 
teacher preparation and certification, assistance to local educational agencies to 
recruit and reward highly qualified and effective teachers, and teacher education 
scholarships for postsecondary education that require teaching service in high-
need areas. 
• Loan Forgiveness for Teachers 
? For certain student loan borrowers employed as teachers in low-income schools or 
subject matter shortage areas. 
• Troops to Teachers 
? This program assists eligible members of the armed forces to obtain certification 
or licensing as elementary, secondary, or vocational/technical teachers. 
• Transition to Teaching 
? This program involves five-year grants to partnerships and eligible entities to 
establish programs to recruit and retain highly qualified mid-career professionals 
and recent college graduates as teachers in high-need schools.  
 
According to the latest data, a majority of the states offer some type of program or incentive in 
order to ease teacher shortages by recruiting and retaining teachers. As Table 8 shows, the most 
popular effort used by states is National Board certification bonuses, which are used by 35 states. 
This certification is available to teachers who possess a bachelor’s degree and a state teaching 
license and have taught for at least three years. The second most used program by states is new 
teacher induction. These induction programs, which are used by 30 states, vary in 
implementation but usually involve the pairing of a new teacher with a mentor teacher during the 
first one or two years of their career. States tend to use this method in order to lower their 
attrition rate. West Virginia, according to Table 8, uses both of these programs in an effort to 
minimize teacher shortages within the state. 
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State 
Loan, scholar-
ship, fee 
waiver 
National Board 
certification 
bonus Signing bonus 
Housing 
assistance 
Alternative 
route program 
New teacher 
induction 
New teacher 
mentoring 
Alabama X X 
Alaska 
Arizona 
Arkansas X X X X 
California X X X X X X X 
Colorado X 
Connecticut X X X X X 
Delaware X X X X X 
District of Columbia X X X X 
Florida X X X X X 
Georgia X X X 
Hawaii X X 
Idaho X X X X 
Illinois X X X X 
Indiana X X 
Iowa X X X 
Kansas X 
Kentucky X X X X X 
Louisiana X X X X 
Maine X 
Maryland X X X X X X 
Massachusetts X X X X X X 
Michigan X 
Minnesota X X 
Mississippi X X X X X 
Missouri X X X X X 
Montana X 
Nebraska 
Nevada X X 
New Hampshire X X X 
New Jersey 
New Mexico X 
New York X X X X 
North Carolina X X X X X X X 
North Dakota X X 
Ohio X X 
Oklahoma X X X 
Oregon 
Pennsylvania X X 
Rhode Island 
South Carolina X X X X X 
South Dakota X 
Tennessee X 
Texas X X X X X 
Utah X X X 
Vermont X X 
Virginia X X X X 
Washington X X X X 
West Virginia X X X 
Wisconsin X X X X 
Wyoming X 
U.S. 24 35 5 6 25 30 19
Table 8: State Efforts to Recruit and Retain Teachers
Source: Susan Ansell and Melissa McCabe, "Off Target: Ensuring Qualif ied Teachers," Education Weeek Vol 22(17), 2003.
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A various number of other programs to minimize teacher shortages especially in high-need areas 
are also being used by states and are being supported by teacher associations. These programs 
include: 
• Equalizing pay among districts 
• Luring white-collar professionals 
• Rehiring retirees 
• Recruiting oversees 
• Recruiting workers from suffering sectors 
• Negotiating reduced class sizes 
• Raising salaries 
• Using the internet 
• Holding job fairs 
One of the most popular tools for curtailing teacher shortages involve reaching the most people 
as possible through the internet and job fairs. In fact, all six states surrounding West Virginia 
except Maryland use online searchable job banks promoting any vacancies within the K-12 
public education system.  
 
 
Current Options in West Virginia Code to Retain and Recruit Highly Qualified Teachers 
 
• §18A-2-7a: Statewide Job Bank 
o The state board of education has established and maintains a statewide job bank to 
assist in the recruitment and reemployment of experienced professional personnel 
whose employment with county boards has been terminated due to reduction of 
force.  
• §18A-3-1a: Alternative Program for the Education of Teachers 
o The state board of education has created teacher education programs which are an 
alternative to the regular college or university programs for the education of 
teachers. This alternative program was established to assist in the recruitment of 
professional personnel in critical need areas. 
• §18A-3-3a: Payment of Tuition, Registration and Other Fees for Teachers 
o The department of education provides for the reimbursement for courses 
completed toward both certification renewal and additional endorsement in a 
shortage area to teachers with a West Virginia teaching certificate or first class 
permit for full-time employment.   
• §18A-4-2a: State Minimum Salary Bonus for Teachers with National Board Certification 
o Classroom teachers in public schools in West Virginia are encouraged to achieve 
national board certification though a reimbursement of expenses and an additional 
salary bonus which reflects their additional certification. A minimum bonus of 
$2,500 is paid annually to each classroom teacher who holds a valid certificate 
issued by the National Board of Professional Teaching Standards for the life of 
the certification.  
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Best Practices to Retain and Recruit Highly Qualified Teachers 
 
The National Council on Teacher Quality (NCTQ) evaluated each state on policies that impact 
the quality of teachers, especially through their recruitment, preparation, licensing, evaluation, 
and compensation policies. Through this analysis NCTQ developed recommendations that states 
should consider to be able to retain and recruit highly qualified teachers. These recommendations 
are as follows: 
• Report publically school-level data about teachers including the ratio of novice teachers 
to full school staff, the annual turnover rate, and the teacher absenteeism rate. 
• Require annual formal evaluations of teachers. 
• Permit differential pay programs that tie teacher pay to district and school needs, such as 
recruiting and retaining teacher in hard-to-staff subjects and schools. 
• Experiment with performance pay efforts, rewarding teachers for their effectiveness in 
the classroom. 
• Extend probationary period to 5 years before tenure is granted. 
• Ensure alternative routes to certification are well structured, meeting the needs of new 
teachers. 
• Set standards for special education teachers that are explicit, researched based, testable, 
specific enough to drive the instruction of teacher preparation programs and inform 
teacher candidates of what they need to know in order to become licensed teachers 
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Options for Consideration in West Virginia 
 
Loan, Scholarship, and Fee Waiver 
 
West Virginia code §18A-3-3a provides for reimbursement of tuition, registration and fees for 
courses completed toward certification renewal or additional endorsement in a shortage area. 
This reimbursement is granted to any teacher who holds a valid West Virginia certificate or first 
class permit for full-time employment. West Virginia needs to expand this legislation to include 
the full or partial repayment of student loans to new teachers specialized in shortage areas. This 
would act as a recruiting tool to attract individuals with degrees in high-need subject areas to 
West Virginia to teach. This repayment of student loans shall come with various stipulations 
including a minimum teaching service commitment. 
 
Signing Bonuses 
 
Signing bonuses given to teachers outside of the school-aid formula to teachers that are certified, 
have teaching experience, or are considered to be subject matter experts in high-need subjects are 
also a way states have been attempting to alleviate teacher quality and supply problems. These 
bonuses, which West Virginia currently does not use, can be provided to new teachers with 
certification or specialization in high-need subject areas and come with various stipulations 
including mandatory weekly mentoring sessions and minimum years service in state. 
 
Housing Assistance 
 
Currently in West Virginia housing assistance bonuses to school personnel is an option given to 
county boards of education. These boards can use their portion of local share to their own 
discretion, which includes giving teachers housing supplements. West Virginia needs to improve 
this process by offering housing assistance in the form of annual bonuses, down payment 
assistance, or closure cost assistance to attract new teachers to high-need high-growth areas. This 
assistance can be used with a minimum teaching service commitment stipulation. 
 
Streamlined Hiring Process 
 
The process of hiring of new teachers in West Virginia is a complicated process, which is 
outlined in §18A-4-7a. If a West Virginia county has increased net enrollment of at least 100 
students, superintendent approval or a reduction of force it must go through a lengthy process of 
hiring or relocating teachers. This process includes comparisons of teacher seniority, 
certification, and licensure. In order to obtain highly qualified teachers this process needs to be 
streamlined with specific dates early in the calendar year at which reassignment lists and the 
number and type of teachers needed must be available in order to be competitive in the market 
place. 
 
Improve Data Policies 
 
To help ameliorate inequities in teacher assignments, West Virginia needs to improve its data 
policies. While the state’s subject matter policies for future elementary and secondary teachers 
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are better than found in most states, the state needs to develop better policies for phasing out its 
use of HOUSSE. By improving such policies the state will be closer to meeting the industry 
standards for a subject matter major and minor. 
 
Teacher Licensure Specification and Standardization 
 
Teacher standards in West Virginia are found to be lacking in specificity as well as they do not 
clearly define the knowledge and skills necessary for new teachers to possess before entering the 
classroom. While the state requires that new teachers have taken coursework in reading 
instruction it does not require a licensure test to ensure that the teachers fully understand the 
material learned in such courses. The state also allows new teachers to teach up to one year prior 
to passing the state’s licensure tests. Also, there is a need for the state to recognize distinct levels 
of academic caliber at the time of initial certification for new teachers in order to distinguish 
promising new teachers. 
 
Teacher Evaluation and Compensation 
 
Currently, under West Virginia teacher evaluation guidelines, teachers are not held accountable 
and veteran teachers are not evaluated consistently. West Virginia’s efforts to promote teacher 
effectiveness are being undermined by the lack of value-added data, by the granting of tenure to 
teachers after only 3years, and by mandating a minimum salary schedule. Also the state needs to 
develop policy to support differential pay. 
 
Alternative Routes to Teacher Certification 
 
The state currently does not have an efficient alternative route for the certification of teachers. 
The current alternative route has structural shortcomings and low and inflexible admission 
standards. It does not ensure that certification programs do not require excess coursework and 
adequate support to new teachers. West Virginia’s current alternative certification route program 
(described in §18A-3-1a) are currently not held accountable for the quality of the teachers. Also, 
the state has a flexible policy regarding licensure reciprocity for teachers coming from out-of-
state who were prepared in an alternate route program. 
 
Preparation of Special Education Teachers 
 
The current standards in West Virginia for special education teachers does not ensure that 
teachers will be well prepared to teach students with a wide-range of disabilities. There is 
currently no limit on the amount of professional education coursework that the state teacher 
preparation programs can require of special education candidates which has resulted in program 
excesses. West Virginia’s policy does not ensure that teachers will receive the subject matter 
preparation relevant to the topic taught in K-6 classrooms since it does not require candidates to 
major in a subject area. Also the state needs to develop a streamlined HOUSSE route to help new 
secondary special education teachers meet additional subject matter requirements once they are 
in the classroom 
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Teacher Preparation Programs 
 
Currently West Virginia does not hold its teacher preparation programs accountable for the 
quality of their preparation. These programs have had a tendency to require excessive amount of 
professional coursework. Prior to entering these preparation programs, the state does not require 
aspiring teachers to demonstrate basic skills. 
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